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The biggest challenge for local governments in realizing the success of health development as well 
as the biggest hope is how to manage human resources (HR) dynamic, productive hard worker to achieve 
Indonesia's Vision 2045. The Health Office as OPD that handles the health sector has not yet reached the 
work target according to the predetermined work plan. To achieve the highest degree of health requires 
hard work in the health sector. This study is to reveal the influence of work culture, compensation and 
employee morale in the Pariaman City Health Office. With quantitative methods and a saturated sample 
of 62 employees, questionnaires, interviews and observations were carried out. Data testing was carried 
out with validity and reliability. The results of the path analysis state that there are direct and indirect 
effects of exogenous variables on endogenous variables.There is an influence of work culture, 
compensation and work morale on the performance of the employees of the Kota Pariaman Health Office 
by 55% and an in direct effect of 31.6%. The rest is influenced by other variables not examined in this 
study 
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INTRODUCTION 
Various health problems in Indonesia, ranging from maternal and child mortality, 
stunting, malnutrition, the elderly population, infectious diseases such as leprosy, tuberculosis, 
HIV and most recently the Covid-19 outbreak Ministry of Health of the Republic of Indonesia 
(Kemenkes RI, 2020). This was revealed at the 2020 Ministry of Health National Working 
Meeting with five focus on health problems that are priorities to be resolved, namely Maternal 
Mortality Rate, Infant Mortality Rate (MMR / IMR), Stunting control, Disease Prevention and 
Control, GERMAS, and Health System Governance.  
Given the form of handling and success of health development that is not evenly 
distributed throughout Indonesia, The government has an obligation and responsibility to create 
comprehensive health for all levels of society (Adiyanta, 2020). Require hard work in the health 
sector with cross-sectoral cooperation. Where in an effort to ensure primary health in a prime, 
comprehensive, professional manner and can reach all levels of society. Quality of health is not 
ruled out. In an effort to increase the degree of public health means an investment for the 
development of the country. Health quality is an indicator of a source of progress in a country's 
development(Arisandy, 2015). The health sector is also an important aspect that must be 
considered in order to realize Indonesia's 2045 vision.yHealth Office of Pariaman City as one of 
the Regional Apparatus Organizations or government agencies that carry out regulatory 
programs and public services in the health sector. Health problems are a basic problem and a 
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right of every citizen. In accordance with Law Number 23 of 2014 and Government Regulation 
Number 2 of 2018 concerning Minimum Service Standards replacing the previous Government 
Regulation Number 65 of 2005 concerning Guidelines for Compilation and implementation 
there are 6 mandatory basic service affairs that must be carried out by the government. Health is 
one of the 6 (six) matters. 
 The rolling out of the 2021 health reform plan which focuses on regulatory reform, 
governance by strengthening information systems and health resources is a momentum for local 
governments to realize the success of health development with a focus on handling health 
problems. 
The Pariaman City Government in the administration of government which becomes the 
regional authority is carried out by regional apparatus, formed based on government regulation 
number 18 of 2016 concerning regional apparatus, which is then stipulated by the Regional 
Regulation of Kota Pariaman Number 7 of 2016 concerning the formation and composition of 
regional apparatus, as amended by Regional Regulation Number 9 of 2018 which consists of 27 
Regional Apparatus Organizations (OPD).  
The vision of the Pariaman City Health Office is to create a healthy, independent and 
just society which is stated in its mission statement, namely to increase and empower health 
resources consistently and sustainably. In the Health Law No. 36/2009, it is stated that health 
development is to increase awareness, willingness and ability to live a healthy life for all people 
in order to realize the highest health standard. In the National Health Standards (SKN) the 
success of health development is determined apart from the contribution of cross-sectoral 
cooperation and the role of the community as well as the availability of health information data 
resulting from the hard work of the health sector. 
In the period of handling health problems in the last five years, the data report of the 
Pariaman City health office has not received appreciation to be used as a measure of the highest 
health degree. There are still high cases of HIV and TB (Profile of the City of Pariaman 2019 
Health Office). 
The biggest challenge for local governments in realizing the success of health 
development as well as the biggest hope is how to manage human resources (HR) dynamic, 
productive hard worker to achieve Indonesia's Vision 2045. 
Human resources play a big role in government administration. This is because human 
resources are the main drivers of the organization. Even though it has other driving resources 
such as finance and technology in a complete organization, without paying attention to the 
quality of human resources, the organization has not been able to achieve its optimal 
goals.(Fatimah & Frinaldi, 2020). 
Civil Servants or what are now called State Civil Servants as an element of human 
resources are important assets in government that must be managed properly. So, improve 
human resources by managing, coaching and developing them as well as possible so that they 
have commitment, talent and creative ideas at work. 
In accordance with Law No. 5 of 2014 that all state civil apparatus in carrying out their 
duties and responsibilities must be based on the principles of commitment, morals, 
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responsibility in their obligations as implementers of public policy, providing services and 
unifying the nation and the glue of the nation. 
Several government agencies have implemented performance management in order to 
achieve the desired goals of the agencies. The goal is that the administration of government in 
implementing and implementing services to improve the welfare of the community can be done 
as well as possible. The most important thing from employee management is to improve and 
improve performance(Sedarmayanti & Rahadian, 2018) 
Performance according to Luthan in (Deswita, 2018)is defined as an achievement of 
results or the degree of accomplihment or in other terms, performance is the level of 
achievement of organizational goals. The definition of performance is put forward by Sumardjo 
(2018: 193) as a result of work that has been achieved by employees in carrying out their 
activities and work in the organization. Another meaning of performance is the use of resources 
effectively and efficiently to achieve results (Berman, 2006; 5). In addition, performance is also 
a management of various potentials and strengths of private or government organizations using 
a clear and stable framework to achieve organizational goals.(Frinaldi et al., 2019). 
In government agencies, performance is more emphasized on several aspects that must 
be assessed, namely loyalty, achievement, obedience, responsibility, honesty, cooperation, 
initiative and leadership. performance is one of the supporting and supporting factors to achieve 
an organizational success. All organizations always try to improve the performance of their 
employees so that the goals and desires of the previous organization can be achieved. 
Achievement of performance results seen from individual performance (Keban, 2014; 210) 
Employees who have good performance will be able to carry out work in accordance 
with the duties assigned to them, understand the relationship between their work and other 
people's tasks, understand organizational targets, and be able to overcome difficulties faced in 
carrying out their duties. Employee performance is determined by many factors. Apart from the 
personal of the employee concerned, values, habits and attitudes, behavior at work. Employees 
are human beings who have differences in view and behavior, motivation, education, abilities 
and experiences at work. 
This is in line with Government Regulation no. 30 of 2019 concerning employee 
performance management, the main standard in performance is individual behavior at work. 
Individual behavior at work can be seen from service orientation, commitment, work initiative, 
cooperation and leadership. However, the stipulated work behavior has not been fully 
implemented and implemented thoroughly at every agency. So that there are still employees 
who lack initiative at work, lack enthusiasm at work, do not show talent, cannot cooperate, work 
as long as they finish quickly so they are not comfortable in the workplace. 
Many things affect the performance of an agency employee. One of them is work 
culture. According to Schein in(Frinaldi, 2014)Work culture is a value perspective, 
understanding how to work, rules, norms, mindset and mindset of an individual or a group of 
organizational members and their leadership in carrying out a job. Work culture is an identity 
that is inherent in the daily life of employees (Sedarmayanti, 2018). Work culture is a view held 
by employees or members of an organization which in principle comes from the culture of the 
organization where they work. By implementing a good work culture accompanied by a 
commitment to cooperate with all employees so as to improve employee performance. The 
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implementation of the work culture of government agency employees refers to the Bureaucratic 
Reform Permenpan No.39 of 2012 that the attitude and behavior of officials can improve 
performance. 
Another effort to improve employee performance with adequate compensation. 
According to Kasmir(Egie et al., 2019)Compensation is remuneration provided by the company 
to its employees, both financial and non-financial. The meaning of the above opinion is that 
compensation is remuneration from the company for employees in financial and non-financial 
forms. The allowances received should be in accordance with the achievements of their 
performance. Every employee in an agency needs to get fair compensation so that it can produce 
good work results so that employees can be productive at work (Nugraha & Tjahjawati, 2017). 
Employee performance is a very priority because it is the benchmark for success in 
managing the organization where it carries out work activities. Another factor that affects 
performance is morale. According to Badriyah in(Nasution, 2019). Morale is a condition for a 
person to support himself to do a job better than before. The condition for doing work faster and 
better is an early illustration of employee productivity at work. In other words, there is a 
tendency for a direct relationship between high productivity and high morale. The existence of 
high morale will result in high performance and productivity for the organization. Employees 
with high morale, will be happy, optimistic about the activities and tasks that are carried out and 
are friendly with other employees. Conversely, if employees often do not come, are often sick, 
are argumentative, restless, this is a sign of low morale. Morale is the attitude of an individual or 
a group of people for volunteering to work together so that they have the initiative to devote 
their abilities thoroughly. The biggest part of the work spirit so that a job can be seen optimally. 
The successful implementation of duties and responsibilities in an agency depends on 
the performance of all employees in that agency. The success or failure of the organizational 
work process is largely determined by the inadequacy of the human resource management that 
is implemented. The importance of employee performance at the Health Office greatly 
influences the implementation of agency goals. The goal is to improve health services for all 
levels of society regarding the need for health information and services. One of the efforts of an 
agency in maintaining employee performance is by paying attention to the work of its 
employees, which is an important factor in obtaining optimal work results. 
Based on this, the achievement of organizational performance has also not been fully 
fulfilled. This is reinforced from the performance report data with the comparison of the 2020 
Health Office Work Plan target for the City of Pariaman. The 2018 performance achievement 
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Table 1.  Comparison of Health Office Performance Achievements 2018 and 2019 with a 
comparison of the 2020 Strategic Plan 
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Source : Profile of the Health Office 2020 
 
The achievement of the work program of the Kota Pariaman Health Office in almost all 
areas is still very low. Even in 2017 and 2018 the high number of HIV cases in Kota Pariaman 
was due to unsuccessful handling achievements. This means that the Agency's performance is 
still low in increasing the success of HIV treatment by only 38%. This indicates that employees 
have not fully achieved performance, causing a decline in the performance of the Kota Pariaman 
Health Office which has an impact on the decline in several health program successes (Health 
Office Profile 2020). 
In order to be able to mobilize employees to suit what the agency wants, it must be 
understood the initial motivation of the employees who work. compensation is believed to be 
the strong motivation of the people who work. To achieve performance with fair compensation, 
it is also necessary to implement a work culture that creates seriousness in work. Employee 
work motivation must always be driven by high work morale so that an employee's work 
performance increases. So employees as the main officers of government agencies will be 
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created in order to improve community welfare, of course, to increase the health status of the 
people of Kota Pariaman. 
  
METHOD 
The type of research applied quantitatively is associative, that is, a method with 
research problems in the relationship or relationship between two or more research variables. 
This research is conducted at the Pariaman City Health Office having its address atJl. Siti 
Manggopoh No 113 Naras Hilir Village, North Pariaman District. Withthe population numbered 
62 Civil Servants (PNS). According to Arikunto (2012: 104) if the total population to be studied 
is less than 100 people, then the total sample should be taken as a whole, but if the population is 
greater than 100 people, 10-15% or 20-25% of the total population can be taken. The population 
is not bigger than 100 respondents, so the researcher takes 100% of the total population at the 
Health Office, which is 62 respondents. Thus using the entire population without having to draw 
a research sample as a unit of observation is called a census technique or saturated sample. Data 
collection techniques were carried out by distributing questionnaires, interviews and 
observations. And data analysis techniques with path analysis that previously tested the 
requirements analysis, namely normality. 
RESULTS AND DISCUSSION 
A. SPECIAL FINDINGS 
The specific finding methods implemented are as follows: 
1. Descriptive Analysis of Research Variables 
 
The data in this study consisted of work culture variables (X1), compensation (X2), morale 
(X3) and employee performance (Y). The analysis is as follows 
 
a. Description of Work Culture Variables (X1) 
Measurement of Work Culture in this study uses six indicators with 12 questions. 
 
Table. 2 Question Measurement of Work Culture 
Question 
Items 
Statement Items Score  N Mean TCR Category 
1 I am happy to be able to 
provide ideas to my boss or 
coworkers even if they are 
not asked.  
204 62 3.29 65.81 Pretty good 
2 I have the perception that a 
relationship between 
leaders and subordinates is 
too far apart 
194 62 3.13 62.58 Not good 
3 At work I wear my ID 219 62 3.53 70.65 Pretty good 
4 I look neat and polite when 
I work 
224 62 3.61 72.26 Pretty good 
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5 I'm in a calculating job to 
avoid anything unpleasant 
208 62 3.35 67.10 Pretty good 
6 if given the burden in 
carrying out a job for a 
long time, boredom arises 
234 62 3.77 75.48 Pretty good 
7 The leadership in my office 
has provided equal 
opportunities for all parties 
to participate in decision 
making 
193 62 3.11 62.26 Not good 
8 I can understand any of the 
information the leadership 
is giving me 
182 62 2.94 58.71 Not good 
9 The leadership has 
conveyed the information 
clearly and can be 
understood 
207 62 3.34 66.77 Pretty good 
10 At work, decisions are 
made based on deliberation 
206 62 3.32 66.45 Pretty good 
11 I accepted a job from my 
boss and immediately did it 
without much 
consideration 
199 62 3.21 64.19 Pretty good 
12 I do a job to show loyalty 
to superiors rather than 
being procedure oriented. 
186 62 3.00 60.00 Not good 
  total 2456 62 39.61 792.26 Very good 
Based on the table the value of the coverage of work culture variables is seen in the 
good category. The average or mean value of the respondent's answers is at 3.77 for the types of 
questions related to the time awareness indicator with the question item that if given the burden 
of carrying out a job for a long time, boredom arises. While the lowest mean value is 2.94 in the 
question item I can understand any information conveyed by the leader. This shows that in order 
to jointly improve employee performance, one of the work cultures that must be applied is not 
to give excessive burdens with working time so that a spirit of cooperation can arise. 
 
b. Descriptive Analysis of Compensation Variables 
Based on the table the value of the compensation variable coverage is seen in the 
good category. With the first question item, namely at the officeAt the office, I received a 
salary based on rank and class with the mean score of achieving a very good category. This 
means that almost all respondents at the Health Office of Kota Pariaman agree on salaries 
based on rank and class. This refers to the payroll rules for civil servants which are guided 
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Table. 3  Question of the compensation variable 
Questio
n Items 
Statement Items Score N Mean TCR Category 
1 At the office, I received a large salary 
based on rank and class 
262 62 4.23 84.52 Good 
2 The salary I receive is always on time 250 62 4.03 80.65 Good 
3 I get additional legal income on top of 
salary 
242 62 3.90 78.06 Pretty good 
4 The benefits given can improve my 
performance. 
236 62 3.81 76.13 
Pretty good 
5 Agencies have paid attention to office 
equipment facilities at work 
228 62 3.68 73.55 
Pretty good 
6 In the office, it provides comfort in 
working 
239 62 3.85 77.10 
Pretty good 
7 In the office there are those who have 
received awards for their achievements 
218 62 3.52 70.32 
Pretty good 
8 In giving awards, you must pay 
attention to the length of service 
235 62 3.79 75.81 
Pretty good 
9 My workplace is an easily accessible 
location 
230 62 3.71 74.19 Pretty good 
10 My work environment is very 
comfortable 
237 62 3.82 76.45 Pretty good 
Total 2377 62 38.34 766.77 Very good 
  
c. Descriptive Analysis of Work Morale Variables 
Based on the table the value of the coverage variable work morale is seen in the 
good category. Where for the question item "I always have a good relationship with my co-
workers both at work and outside of work, ”received the highest average score of 3.95. 
This shows that in improving performance, fellow employees need to work not only in 
working time. 
 
Table. 4 Question of Work Morale Variables 
Question 
Items 
Statement Items Score  N Mean TCR Category 
1 I am always present 
every weekday  
244 62 3.94 78.71 Pretty good 
2 I'm sometimes late to 
come in the morning 
214 62 3.45 69.03 Pretty good 
3 I always come home 
from work according to 
the time set by the 
241 62 3.89 77.74 Pretty good 
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agency 
4 I always obey the rules 
set by the agency 
247 62 3.98 79.68 Good 
5 I always have a good 
relationship with my 
co-workers both at 
work and outside of 
work 
249 62 4.02 80.32 Good 
6 When my work is 
finished, sometimes I 
have the initiative to 
help other colleagues 
when asked 
244 62 3.94 78.71 Pretty good 
7 I am able to complete 
tasks quickly 
247 62 3.98 79.68 Good 
8 I focus on working to 
avoid a heavier 
workload 
240 62 3.87 77.42 Pretty good 
9 I always work hard to 
produce the best work 
250 62 4.03 80.65 Good 
10 The results of the work 
that I handled met the 
targets set 
244 62 3.94 78.71 Pretty good 
  total 2420 62 39.03 780.65 Very good 
 
d.  Descriptive Analysis of Performance Variables 
 
Table. 5 Question of Performance Variables 
Question 
Items 
Statement Items Score  N Mean TCR Category 
1 At work I always check the 
work being done 
238 62 3.84 76.77 Pretty good 
2 In completing work I always 
mean it 
209 62 3.37 67.42 Pretty good 
3 I lacked concentration so much 
was not resolved 
194 62 3.13 62.58 Not good 
4 My work volume achievement 
level is in line with 
expectations 
243 62 3.92 78.39 Pretty good 
5 As an employee, I can use my 
abilities to complete work 
239 62 3.85 77.10 Pretty good 
98  Jurnal Ilmiah Ilmu Administrasi Publik: Jurnal Pemikiran dan Penelitian Administrasi Publik 
           Volume 11 Number 1, January–June 2021. Page 89-110 
 
6 As an employee, I can 
complete different jobs from 
time to time independently 
240 62 3.87 77.42 Pretty good 
7 I have completed the task 
before the lead's targeted time 
217 62 3.50 70.00 Pretty good 
8 If there is time, I also do work 
for tomorrow instead of 
wasting time. 
232 62 3.74 74.84 Pretty good 
9 I have high confidence every 
time I face difficulties at work 
233 62 3.76 75.16 Pretty good 
10 I quickly adapt to the work 
environment 
233 62 3.76 75.16 Pretty good 
11 I share information with 
friends who don't know about 
their work 
233 62 3.76 75.16 Pretty good 
12 I help other coworkers who 
have difficulty at work 
236 62 3.81 76.13 Pretty good 
  total 2747 62 44.31 886.13 Very good 
 
Based on the table the value of the performance variable coverage is seen in the quite 
good category. This means that the performance of employees with all question items posed is 
categorized as good. This result means that the performance of employees as measured from the 
statement can be seen that in general the employees at the Kota Pariaman Health Office are 
always serious in doing their jobs. This can occur because there are several supporting factors, 
including leaders who always provide motivation to employees, benefits received by employees 
according to the workload of employees and the establishment of cooperative relationships 
between employees. Increasing employee performance cannot be separated from the 
independence of employees in carrying out their work. This includes the morale of existing 
employees. 
 
2. Data Analysis Requirements 
a.  Normality Testing 
This test is carried out on respondents with 4 (four variables, including work culture, 
compensation, morale and performance using the Kolmogorov-Smirnov with the 
Testing criteria if: 
 Asymp Value. Sig. (2-tailed)> Alpha 0.05, then the data is Normal 
 Asymp Value. Sig. (2-tailed) <Alpha 0.05 then the data is not normal 
 
Table. 6  One-Sample Kolmogorov-Smirnov Test 
 Unstandardized Residual 
N 62 
Normal Parametersa, b 
Mean 0E-7 
Std. Deviation 1.73149574 
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Kolmogorov-Smirnov Z .584 
Asymp. Sig. (2-tailed) .885 
a. Test distribution is Normal. 
b. Calculated from data. 
Sources of data processing results in 2021 
 
This test is proven by the histogram model 
 
 
Figure. 1  The Histogram Model 
 
a)  Linearity  
Linearity test criteria If  
 The value of F count <F table or the value of Sig> Alfa 0.05, then the data is 
linear  
 The value of F count> F table or the value of Sig <Alfa 0.05 So the data is not 
linear  
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b) Regression equation testing 
      Test criteria if : 
 The value of Fcount> F table or the value of Sig <Alfa 0.05 So the data is 
meaningful and has a significant effect 
 The value of F count <F table or the value of Sig> Alfa 0.05 So the data is 
meaningless and does not have a significant effect  
 
Table. 7  Summary of Regression equation testing 
Path 













































b. Hypothesis test 
After testing the fulfillment of the analysis requirements as a research study, the 
researcher then tests the research hypothesis which is carried out through the following 
steps.  
1. Conceptual Model Submission 
Based on the results of the theoretical study, a conceptual framework can be 
formulated, as well as a research study hypothesis such as a paradigm model for the 
relationship between variables.  
2. Path Analysis Model 
To determine the direct effect of each variable, namely work culture variables (X1) on 
performance (Y), compensation (X2) on performance (Y), enthusiasm (X3) on 
performance (Y), work culture (X1) on morale (X3) , compensation (X2) for morale (X3), 











Figure. 2 Analysis model on the influence of work culture variables (X1), compensation 
(X2), and work morale (X3) and performance (Y) variables. 
 
3. Operating the Analysis Model with a Computer 
Based on the results of the above analysis, the path analysis model operation will be 
described with the following phases: 
 
a. Identifying Path Coefficients 
Based on the results of the multiple regression analysis, each path coefficient can be 
determined as follows: 
Stage 1 Beta X1y Regression = 0.178 (t = 2.399) = ρy1 
Stage 2 Beta X2y regression = 0.379 (t = 5.032) = ρy2 
Stage 3 Beta X3y regression = 0.517 (t = 5.884) = ρy3 
Stage 1 Beta X13 Regression = 0.454 (t = 4.889) = ρ31 
Stage 2 Beta X23 Regression = 0.478 (t = 5.152) = ρ32 
  Information: 
Beta = standardized regression coefficient, used as the path coefficient  
ρy1 = Path coefficient between X 1 with Y 
ρy2 = Path coefficient between X 2 with Y 
ρy3 = Path coefficient between X 3 with Y 
ρ31 = Path coefficient between X 1 with X3 
ρ32 = Path coefficient between X 2 with X3 
ρe1 = Path coefficients for the residuals X1, X2, and X3 with Y. ;  
ρe2  = Path coefficient for the residual X1, X2, with X3  
 
b. Calculating the Path Coefficient for the Residual 
By using a formula (1-R2) then the path coefficient for the residuals of each 
dependent variable can be calculated as follows: 
1) Path coefficient for work culture residual (X1) compensation (X2) and morale 
(X3) on performance (Y).  
e1 = (1-R2)
 
    
= (1- 0.8822) 
    = (1- 0.7779) 
    = (0.222) 
    = 0.471 
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          Figure. 3 Path Coefficient for the Residual  
 
2) Path coefficient for organizational culture residual (X1) compensation (X2) to 
morale (X3). 
e2  = (1-R2)
 
      
= (1- 0.7102) 
      = (1- 0.5041) 
      = (0.496) 










Figure. 4 Path coefficient for organizational culture residual 
 
Information: 
e1 = Path coefficient for work culture residuals (X1) compensation (X2) and 
morale (X3) against performance (Y). 
e2  = Path coefficient for work culture residual (X1) compensation (X2), on 
morale (X3) 
R2  =  The coefficient of determination on each path 
1 = Constant number  
 
4. Testing the Significance of Influence. 
The results of the regression analysis can be interpreted as follows: 
1) Based on the analysis of the influence of work culture (X1) on performance (Y), the 
value of t = 2.399 is obtained, with a sign of 0.020, thus the hypothesis is accepted.   
ρ= 0.05, so it can be categorized in this study as a direct effect. Based on the 
Work Culture  
(X1) 
Compensation (X2) 











e2 =0,704 P31 =0,178 
P32 =0,517 
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significance level < ρ = 0.05, it can be concluded that there is a direct influence of 
work culture (X1) on performance (Y). 
2) Likewise, based on the analysis of the effect of compensation (X2) on performance 
(Y), the value of t = 5.032 is obtained, at sign = 0.000, thus the hypothesis is accepted. 
ρ= 0.05 so it can be categorized in this research study as very significant. Based on the 
significance level is smaller thanρ= 0.05, it can be concluded that there is a direct 
effect of compensation (X2) on performance (Y).  
3) From the analysis of the effect of morale (X3) on performance (Y), the value of t = 
5.884 at sign = 0.000 is obtained, thus the hypothesis is accepted. ρ= 0.05, so it can be 
categorized in this research study as significant. Based on the significance level <ρ= 
0.05, it can be concluded that there is a direct effect of morale (X3) on performance 
(Y). 
4) From the analysis of the influence of work culture (X1) on morale (X3), the value of t 
= 4.889 at sign = 0.000 is obtained, thus the hypothesis is accepted. ρ= 0.05 so it can 
be categorized in this research study as very significant. Based on the significance 
level < ρ= 0.05 It can be concluded that there is a direct influence on work culture (X1) 
towards morale (X3) 
5) From the analysis of the effect of compensation (X2) on morale (X3), the value of t = 
5.152 is obtained, at sign = 0.000, thus the hypothesis is accepted. ρ= 0.05 so it can be 
categorized in this research study as very significant. Based on the significance level < 
ρ= 0.05, it can be concluded that there is a direct effect of compensation (X2) on 
morale (X3). 
 
5. Summarizes Direct and Indirect Influences 
Pay attention to the model presented above where there is a path coefficient so that the 
price is found ρy1 = 0.178, ρy2 =  0.379, ρy3 =  0.517, ρ31 = 0.454, ρ32 = 0.478, thus a 
recapitulation of both the direct and indirect effects of exogenous variables on endogenous 
variables can be prepared with the results as described below.  
a) The direct effect of work culture (X1) on performance (Y).  
  X1 against Y  = ρy1 x ρy1   
        = 0.178 x 0.178  
        = 0.0317X 100 =  3.17%  
Based on the above calculations, it can be concluded that there is a direct influence of 
the work culture variable (X1) contribution to the performance variable (Y) which is 
3.17%. 
b) The direct effect of compensation (X2) on performance (Y).  
X2 against Y  = ρy2 x ρy2   
   = 0.379 x 0.379 
   = 0.144 or 14.4% 
Based on the above calculations, it can be concluded that there is a contribution of the 
direct effect of the compensation variable (X2) on performance (Y), which is 14.4%. 
c) Direct influence between morale (X3) on performance (Y).  
X3 against (Y)  = ρy3 x ρy3  
   = 0.517 x 0.517 
   = 0.027 or 2.7%  
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Based on the above calculations, it can be concluded that there is a contribution of the 
influence of morale (X3) on performance (Y), which is 2.7%. 
d) The direct influence of work culture (X1) on morale (X3).  
X1 against X3  = ρ31 x ρ31   
   = 0.454 x 0.454  
   = 0.206 or 20.6%  
Based on the above calculations, it can be concluded that there is a contribution of the 
direct influence of the work culture variable (X1) on morale (X3), which is 20.6%. 
e) The direct influence between kempensation (X2) on morale (X3)  
X2 with respect to X3  = ρ32 x ρ32   
    = 0.478 x 0.478 
    = 0.228 or 22.8%  
Based on the above calculations, it is known that the contribution of the direct effect 
of the compensation variable (X2) on morale (X3) is 22.8%. 
f) Indirect influence between work culture (X1) on performance (Y) through morale 
(X3).  
X1 with respect to Y Ω X3  = ρy1 x ρ31  x ρ y3 
    = 0.178 x 0.454 x 0.517 
    = 0.042 or 4.2%  
Based on the above calculations, it is known that the contribution of the indirect 
influence of work culture variables (X1) to performance (Y) through morale (X3) is 
4.2.%. 
g) Indirect influence between compensation (X2) on performance (Y) through morale 
(X3). 
    X2 against Y Ω X3 = ρy2 x ρ32 x ρ y3 
    = 0.379 x 0.478 x 0.517 
    = 0.094 or 9.4% 
Based on the above calculations, it is known that the contribution of the indirect effect 
of the compensation variable (X2) on performance (Y) through morale (X3) is 9.4%. 
Based on the results of the analysis above, there is a direct effect of work culture 
variables (X1), the performance variable (Y), which is 3.17%, the compensation variable 
(X2) to the performance variable (Y) is 14.4%, the work spirit variable (X3) to the 
performance variable (Y) of 2.7%, the work culture variable (X1) to the work spirit 
variable (X3) to 27.8%, the compensation variable (X2) to the work spirit variable (X3) to 
20.6%, the work culture variable (X1) to the performance variable (Y) through the work 
morale variable (X3) of 4.2.%, And the compensation variable (X2) to the employee 
performance variable (Y) through the work morale variable (X3) of 9.4%, then a summary 
table can be arranged as illustrated in the table below. 
 










1 Direct influence of work culture (X1) on 
employee performance (Y) 
3.17   










2 Indirect influence of work culture (X1) on 
employee performance (Y) through morale 
(X3) 
 4,2  
3 Direct and indirect influence of work 
culture (X1) on employee performance (Y)  
  7.37 
4 Direct effect of compensation (X2) on 
employee performance (Y) 
14.4   
5 Indirect effect of compensation (X2) on 
employee performance (Y) through morale 
(X3) 
 9.4  
6 Direct and indirect effect of compensation 
(X2) on employee performance (Y) 
  23.8 
10 Direct influence of work culture (X1) on 
morale (X3) 
20.6   
11 The direct effect of compensation (X2) on 
morale (X3) 
22.8   
13 Direct effect of morale (X3) on employee 
performance (Y). 
2.7   
14 The influence of other variables    
Based on the calculation of the results of the percentage analysis above, it is known 
that there are direct and indirect effects of exogenous variables, namely work culture (X1), 
attitude towards leadership (X2), and morale (X3) on endogenous variables, namely 
employee performance (Y) as summarized below this. 
It turns out that from the results of the above study, it can be concluded that the 
largest contribution that affects the performance of the Pariaman City Health Office 
employees, either directly or indirectly, comes from compensation (X2) on employee 
performance (Y) with the percentage of effective contributions of 14.4%. 
Then, the second largest contribution is followed by work culture (X1) on 
employee performance (Y) with the percentage of effective contributions of 3.17%, while 
the influence of the work spirit variable (X3) on employee performance (Y) obtains the 
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B. Main Discussion 
In connection with the research objectives of path analysis regarding the direct effect of 
work culture, compensation and work morale on the performance of the Health Service 
employees, the following research findings are obtained: 
 
1. The Influence of Work Culture on Employee Performance of Kota Pariaman Health 
Office 
Based on the results of hypothesis testing, there is a direct influence of work 
culture on the performance of the employees of the Pariaman City Health Office by 3.17%. 
Where with the work culture will be able to improve employee performance. This means 
that the better the work culture, the employee performance will increase. Conversely, the 
lower the work culture, the lower the performance it has. This finding is in accordance with 
the results of research presented by Siti Fatimah and Aldri (2020) who found that work 
culture variables have an influence on employee performance. 
Overall, the work culture of employees at the Kota Pariaman Health Office is at a 
good level. Work culture is influenced by the criteria used in hiring employees. The actions 
of the leader will affect behavior that is well accepted and which is not good. Which in turn 
creates a positive work culture. Work culture is a basic element that is visible or invisible 
to a person, seen from the perspective of values and beliefs, understanding of how to work, 
norms, patterns of thought, and behavior of any person or group of people who can help 
achieve organizational goals when accompanied by leadership. good communication, 
healthy communication, time awareness, and a fair reward and punishment system. 
Furthermore, It is understood that every organization has a different way of carrying out 
activities in completing the work at hand to achieve goals. In the end, the meaning of a 
positive work culture and negative work culture for each person is also felt differently. 
Leadership, appearance, communication, recognition are the basis for a good 
culture in order to form a work culture. By getting used to quality work, such as trying to 
do certain ways of working, so that the results are in accordance with the standards or 
qualifications determined by the organization. If this can be done well or in a culture within 
the employee, so that employees provide added value for other people and the organization. 
In addition, if the work performed by employees can be done properly according to 
applicable procedures or regulations, it means that employees can work effectively and 
efficiently. 
Work culture can affect employee performance, because the implementation of a 
good work culture encourages and can improve employee performance. The higher the 
work culture, the higher the employee's performance, and vice versa, the lower the work 
culture, the lower the employee's performance. This is in line with the theory by Tika Hani 
Handoko and Rahmwati (2008: 120). One of the factors that affect employee performance 
is work culture, this factor is closely related to improving employee performance, because 
a good work culture is supported by cooperation with fellow employees. then it can 
improve employee work performance. 
 
2. Effect of Compensation on Employee Performance of Kota Pariaman Health Office 
The results of hypothesis testing, there is a direct effect of compensation on the 
performance of the Pariaman City Health Office employees by 14.4%. This means that the 
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better the compensation, the higher the employee's performance. Conversely, the more 
problems related to compensation, the lower the employee's performance. This means that 
in paying additional allowances, legal income and additional income beyond the salary of 
the Health Office employees greatly affects the employee's performance. This finding is 
supported by research conducted by Fajar Kurniadi (2012), Sarwo Waskito (2011), Nurul 
Hidayah (2016), Dwi Engi P (2019), Pamelia Deswita (2018) where compensation has a 
positive effect on employee performance stating that compensation has impact on 
employee performance. 
If the Kota Pariaman Health Office experiences delays in submitting and 
disbursing income allowances or additional income, which according to the rules is paid on 
the 5th of the following month. However, the reality that happened during 2020 is that 
often additional income allowances are received once in three months, this will make 
employee performance decrease. 
Compensation implies that there is a professional relationship where one of the 
main goals of employees to work is to get compensation to meet various needs, while on 
the company side they pay employees to be able to carry out work in accordance with the 
wishes and expectations of the company with the main objective of being able to advance 
the company's business. 
As stated by Simamora (2004), a good compensation system is a compensation 
system that is responsive to situations and a system that can motivate employees. In this 
case, the compensation system ensures fair treatment of them and rewards their 
performance. If company employees are satisfied with the compensation given, the 
employees will always fulfill their obligations by working optimally, so that the good 
impact for the company is increased employee performance. 
 
3. The Influence of Work Spirit on Employee Performance of the Pariaman City Health 
Office 
There is a direct effect of morale on the performance of the Pariaman City Health 
Office employees by 2.7%. This means that the higher the morale of the employees, the 
employee's performance will increase. Conversely, the lower the morale, the lower the 
employee's performance. This finding is supported by the theory of Handoko (2002: 30), 
which reveals that morale will be able to increase productivity if the work unit understands 
each other and each employee matches their abilities. Siagian (2003: 57), that morale 
shows the extent to which employees are passionate about carrying out their duties and 
responsibilities in a high company that will be able to improve employee performance. 
However, there are some employees who feel that morale has decreased in completing 
work. As with regard to attendance problems. Employees who are less enthusiastic can be 
seen from a lack of attendance and discipline. There are even some employees who are not 
able to cooperate with colleagues in carrying out work. In addition, there are indications of 
a lack of cooperation between co-workers, unwillingness to accept criticism from 
colleagues and superiors. If this continues, it will interfere with the smooth running of 
work, and affect the performance of employees at the Kota Pariaman Health Office. 
 
4. The Influence of Work Culture on Morale in the Pariaman City Health Office 
There is a direct influence of work culture on the morale of the Health Office 
employees by 20.6%. A good work culture will provide encouragement and enthusiasm for 
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employees and leaders so that it will create a harmonious working relationship between the 
two parties, namely employees and leaders, so that the goals of the organization or 
company can be achieved and optimally successful. Work culture is behavior at work. 
Employees have a diligent, dedicated, responsible, careful, thorough, careful attitude, a 
strong desire to learn about their duties and obligations, like to help fellow employees or 
vice versa (Ndraha in Paramita, 2005; 81). This means that work culture is closely related 
to the morale of an employee. 
Research on work culture on morale was conducted by Jaya Utama (2013) at the 
Indonesian Art Institute in Denpasar. Work culture has a positive and significant impact on 
morale of 1.138, which means that the more work culture, the better the morale of civil 
servants. 
 
5. The Effect of Compensation on Morale at the Pariaman City Health Office 
There is a direct effect of compensation on the morale of the Health Office 
employees by 22.8%. This means that the higher the compensation, the more the morale of 
the Pariaman City Health Office employees. One of the factors that can increase the morale 
of an employee in order to work optimally is through compensation. To prevent high 
employee turnover, compensation must be maintained in order to remain competitive with 
other agencies. In addition, good compensation will affect employee performance and 
productivity. 
With good compensation, employee discipline will be better, they will always obey 
the applicable regulations. So from a broad perspective, the compensation payment system 
is designed to be able to attract attention, increase morale and to encourage employees to 
work productively, therefore compensation must be managed optimally. 
Thus the findings above are in accordance with the model developed by Litwin and 











Figure 6. Model of the influence of work culture (X1), compensation (X2), and enthusiasm 
(X3) on employee performance (Y). 
 
CONCLUSION  
Based on the results of the analysis and discussion, it can be concluded: 
1. There is a direct influence of work culture on the performance of the Pariaman City Health 
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of the Pariaman City Health Office staff. This is indicated by the path coefficient of 0.178 
and the sig value of 0.000, the sig value is smaller than alpha 0.05 (0.020 <0.05) which is 
said to be significant where the work culture will be able to improve the performance of 
employees at the Pariaman City Health Office. 
2. There is a direct effect of compensation on the performance of the Pariaman City Health 
Office employees by 14.4%. Compensation also has a significant effect on the performance 
of the employees of the Kota Pariaman Health Office. This is indicated by a path 
coefficient of 0.379 and a sig value of 0.000, the sig value is smaller than alpha 0.05 (0.000 
<0.05) which is said to be significant, where compensation will improve the performance 
of employees at the Pariaman City Health Office. 
3. There is a direct effect of morale with the performance of the Pariaman City Health Office 
staff of 2.7%. Morale also has a significant effect on the performance of the Pariaman City 
Health Office staff. This is indicated by the path coefficient of 0.517 and the sig value of 
0.000, the sig value is smaller than alpha 0.05 (0.000 <0.05) which is said to be significant 
where morale will improve performance in the Pariaman City Health Office. 
4. There is a direct effect of work culture on the morale of employees of the Pariaman City 
Health Office by 20.6%. Work culture also has a significant effect on the performance of 
the Pariaman City Health Office staff. This is indicated by the path coefficient of 0.454 and 
the sig value of 0.000, the sig value is smaller than alpha 0.05 (0.000 <0.05) which is said 
to be significant where the presence of work culture will increase morale. 
5. There is a direct contribution of compensation to the morale of employees of the Kota 
Pariaman Health Service by 27.8%. Compensation also has a significant effect on the 
morale of the Kota Pariaman Health Office employees. This is indicated by the path 
coefficient of 0.478 and the sig value of 0.000, the sig value is smaller than alpha 0.05 
(0.000 <0.05) which is said to be significant where compensation will increase morale. 
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